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Executive Leader Master's Program
Course: Problem Analysis and Decision Making
Instructor: EdwardM. Kelly, D.Ed.
Proposal Topic: Developing Career Satisfaction for Culinarians through the
American Restaurant, 2000 A.D.
INTRODUCTION:
Sixty hours per week behind a range hot enough to cook a person, on your feet,
high anxiety over close time schedules, crowds of customers with high expectations
and low patience levels, smoke and steam, budget constraints, low profit potentials,
acceptable wages but not relative to the time and energy invested, an international
opinion of American food as being something concocted by Ronald McDonald, and
a realization that this is a young person's business with an excessive burnout rate.
Why would anyone in their right mind want to make a career out of foodservice?
There are numerous issues that haunt the foodservice industry today. Government
regulation, pollution and waste management, the quality of the food supply, the
over saturation of fast food, low profit potential, lack of quality service, etc. None,
however, are more significant than attracting and keeping quality employees. What
can be done to rectify or minimize the negative aspects of working in foodservice
and how can we attract the interest of young people into one of the most promising
industries in America today as well as keeping them satisfied through a long and
rewarding career?
This proposal will attempt to identify and measure the problems that exist and offer
recommendations based on an analysis of this data. People are the greatest asset
that the foodservice industry has, and although many may try to skirt the issue and
even evaluate the potential of technology taking the place of some people, this
industry can never successfully exist without the people equation.
PROBLEM STATEMENT:
Hozv might the Hospitality Industry adjust its current modes of operation to entice
and retain quality members to its culinary team while accomplishing its future
business objectives.
BACKGROUND:
In the early 1960's there were only a handful of colleges in the United States offering
programs of study in Culinary Arts and Hospitality Management. By the mid-1980's
this number had grown to more than 600. A relatively small percentage of
graduates from these colleges stay with the industry for any length of time, resulting
in a high rate of position turnover.
The number of restaurants during this same period of time has grown dramatically
too. Issues of product quality, service quality, and overall customer satisfaction
frequently point to the employee as a key. In kitchen operations these employees
face many inherent adversities that seem to drive many out of the business at an
early age while keeping others from entering the profession.
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Quality of life for culinary professionals has not been an issue that has drawn
serious attention thus far; yet quality of life certainly impacts on career satisfaction,
positive work output, and longevity.
PURPOSE:
The purpose of this study is to identify and analyze those factors that contribute to or
cause attrition among culinary employees, and additionally, pose recruitment
problems for those firms who seek to create a quality foodservice environment
'
geared towards customer satisfaction. Furthermore, if factors are identified, this
study will suggest a program or format for restaurants in the next millennia that
creates a positive environment for culinary recruitment and retention.
SIGNIFICANCE:
There have been previous studies focused on the problems with restaurant
employee attrition and recruitment, however, none were found that hypothesize;
concrete solutions to the problem. Specifically, the problem with "back of the
house,"
or culinary positions has frequently been avoided. These concerns will be
addressed resulting in the presentation of a model restaurant concept that focuses
on these concerns.
NATURE OF THE STUDY (METHODOLOGY):
I will utilize developmental research of a sampling of restaurants to determine the
current state of existence for cooks and chefs. Questionnaires will be utilized to
determine the relationship of kitchen work environments to culinary
employee attrition, product quality, service quality, and overall customer
satisfaction.
Complementary correlational research will be conducted through various focus
groups. Common questions will be developed to demonstrate a base line and
any significant differences that exist among the opinions of the following groups.
a) Entering Culinary Arts College Freshmen
b) Exiting Culinary Arts Graduates
c) Current Culinary Professionals
This study will analyze the difference that exists (if any) between aspirations and
reality and if a pattern of progressive dissatisfaction exists. Openness
will be encouraged within these groups through a guarantee of confidentiality.
LITERATURE REVIEW:
The general topics to be covered include: reasons for employee attrition, causes and
solutions to stress, career advancement, compensation and benefits, empowerment
of culinary employees, proprietorship opportunities, projected new responsibilities
of culinary professionals, and the probable concepts that will mold the restaurant of
tomorrow.
The sources used to provide background for this study will include: text, trade
journals, and previously published studies on quality-of-life issues for restaurant
professionals. Texts to be used will include those written by: Sasser, Hart, and
Heskitt; and Ottman. Periodicals and; Journals will include works from: the Cornell
Quarterly; Nations ,Restaurant News; Restaurants and Institutions; the Culinary
Review, Restaurants, USA; Food Arts; Restaurant Hospitality; and studies
conducted by the National Restaurant Association.
HYPOTHESIS:
It is expected that this study will identify a lack of understanding of the importance
that quality-of-life plays in recruitment and retention of professional culinary
employees and the relationship that these issues have on the success of the
restaurant.
It is also expected that the results of this study will yield a reasonable number of
recommendations that will lead to a model restaurant for the next millennia. This
model restaurant will introduce a physical plant and product concept that is
appropriate for the time but will primarily focus on the human relations issues
brought to light through the research and statistical analysis presented in this
project.
DEFINITION OF TERMS:
BURNOUT: Physical or mental instability caused by over-exertion or stress derived
internally (within the work environment).
WASTE MANAGEMENT:
The process and organization of the proper disposal of solid and
liquid waste. Consideration for recycling , packaging, cleaning,
and reusing previously considered
"disposables" in the restaurant
industry.
INGRAINED ADVERSITIES:
Stumbling blocks that are inherent to the restaurant business and
have become accepted "costs of operation".
QUALLTY OF LIFE:
Those factors that make the whole person happy. This would
include: pay, benefits, work hours, recreation, and overall
enjoyment.
EMPLOYEE ATTRTTION:
Loss of employees for a variety of reasons. This study will focus
on employee departure caused by the nature of the job, stress,




The body or minds DIS-EASE with factors inside or outside then-
work environment that cause predictable and un-predictable
reactions in people.
EMPOWERMENT:
The transfer of authority to employees who previously did not
enjoy that level of authority. Having responsibility and
the authority to make decisions for the betterment of the
customer, employee, and organization.
PROPRIETORSHIP OPPORTUNLTIES:
Giving employees the opportunity to take ownership for
an organization. This can be financial proprietorship
or just the attitude of proprietorship. (Treating the
business as if it were their own)
ASSUMPTIONS:
Ideological: One of the assumptions within this project is that there
are strong ties between quality-of-life issues and culinary employee
recruitment and retention. It will thus be imperative that the
survey and focus groups be void of bias regarding these assumed outcomes.
Procedural: It is assumed that a well designed, close-ended survey and open
ended focus group format will produce the needed, non-biased results that
will allow the hypothesis of this project to be tested. The survey and focus
group format will share commonality so that the focus group format will add
qualitative information that supplements the quantitative data summary
from the survey questionnaire.
SCOPE and LIMITATIONS:
The scope of this project can be quite extensive. The culinary employee
population in the United States is nearly 1 million strong if one is to
consider all cooks, culinary students, and chefs. Surveying such a number
of people is beyond the scope of this and any other study of the subject. The
project will thus focus on culinary populations within the Northeastern
region of the United States. This will be a sufficient representation so that
conclusions may apply to the larger culinary population.
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PROCEDURES:
The population used in this study will be drawn from three primary areas:
current culinary arts students, professional cooks, and seasoned chefs. The
industry segments used will include full service restaurants and hotel food-
service operations. Fast food and institutional operations will not be
included for two reasons:
1) the scope of this project can become unmanageable if the survey
population were to cover all aspects of the industry,
2) traditionally, culinary positions in these two segments are not
as career oriented and do not usually utilize the professional career
organization found in other operations (apprentice to executive chef).
The independent variables would be the quality-of-work life issues that
have an affect on recruitment and retention. The dependent variables
will be the importance ranking of these quality-of-work life variables. The
intervening variables would be the willingness of managers and owners to
address the issues as stated and their probable solutions.
The survey questionnaire will be distributed through the American Culinary
Federations membership database throughout the northeastern region
of the United States. Individuals for the two focus groups will be organized as
follows:
STUDENT FOCUS GROUP: will be drawn from the population of
one accredited college of culinary arts. This group will be comprised of
a mix of male, female, freshmen, and sophomore students.
INDUSTRY PROFESSIONAL FOCUS GROUP: will be comprised of
working chefs, journeyman cooks, and executive chefs within an
accessible distance of the researcher's home base. Again, the researcher, *.-
will seek to balance the group by gender, age, and professional
position.
The surveys and focus group questions will share some commonality
and will address two basic categories of questions: background-
age, formal professional training, current position, years in the industry,
etc. as well as perceptions - how they feel about their career choice
and the industry as a whole.
LONG RANGE CONSEQUENCES:
Should the findings of this study support the hypothesis of the project,
the results could be used by various operators in the process of
recruitment and retention. Additionally, the project will present a
model restaurant operation for the next millennia that might be of
interest to an investor.
If the findings are contrary to the hypothesis or inconclusive, it may
be necessary to continue this study further.
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Executive Leader Master's Program
RIT
COURSE: Problem Analysis and Decision-Making
INSTRUCTOR: EdwardM.Kelly, D.Ed.
PROJECT TITLE: Developing Career Satisfaction for Culinarians
Through the American Restaurant, 2,000 A.D.
PART II (Literature Review):
Attrition of culinary professionals in the American kitchen and the
recruitment of their replacements is becoming an increasing problem. The
literature reviewed that pertains to this topic has been broken down into three
primary areas:
The general literature pertinent to the topic
More specific literature on various components relating
to the topic
Relevant literature that is directed towards the project and
ifs outcomes
A wonderful quote of H. Fred Ale, "Quality, Service, Teamwork, and the
Search for Excellence", comes to mind as the topic of culinary retention is
analyzed: "My green thumb came only as a result of the mistakes I made
while learning to see things from the plants point of view". Has the food
service industry clearly viewed the reasons for culinary professional attrition
from the employees point of view?
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According to the literature , there appears to be five primary reasons
for attrition among culinary professionals:
Lack of Career Opportunities
Poor Compensation or Lack of Benefits
Conflicts with Management or with a Management style
Better Opportunities Elsewhere
Stress
In all cases, upper management has an opportunity to affect a change on these
factors.
In considering CAREER OPPORTUNITIES, it is easy to see how large
corporations might provide vertical or horizontal movement for culinary
professionals within their organization. A Marriott chef has an opportunity to
move up within a hotel's culinary department or onto another property. This
is wonderful for those individuals who are young and mobile. What about
that quality employee who has other family members to consider or significant
ties to a community? Has their career reached a dead end? What about those
individuals who choose small, private entrepreneurships? Where is their
career track?
The issue of COMPENSATION & BENEFITS is bewildering. According
to a survey prepared in 1991 by the HayGroup and the National Restaurant
Association, the average Executive Chef makes between $31,000 and $38,000
per year with a bonus package of $5,000 based on performance. At the high end
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$43,000 per year. If the average chef works at least 60 hours per week,
his/her compensation would be based on yearly work of 3,120 hours or
$13.78 per hour ($43,000 / 3,120 hrs.)and at the low end $9.94 per hour
($31,000/3,120 hrs.). In terms of the requirements of the job and in comparison
with today's other "professionals", this could hardly be considered equitable.
It appears that most corporations are inclined to provide a benefit
package, but small private entrepreneurships are not able to be as competitive.
What choice does a chef have with family responsibilities but to seek better
opportunities elsewhere? If a company does not take care of good employees,
someone else will.
CONFLICTS WITH MANAGEMENT often stem from the culinary
professionals desire to serve the customer, but lack of authority and time to
do so. "Most people have strong beliefs about how they want to manage their
own units, but they're held back by the caution that characterizes organizations.
Organizational needs for economies of scale, coordination, and structure work
against the spirit of risk and responsibility that breathed life into the firm in
the first place". The Empowered Manager, by Peter Block 1987. These negative
politics create friction between professionals trying to "do their
job"
and upper
management. The result is oftentimes attrition.
Politics in a business create a feeling of dependency on the organization
and inferiority on the part of the employee. Inferiority leads to either dissention
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or complacency. Both can result in attrition.
Chefs and all other employees need the authority to seek and achieve
customer satisfaction. Autonomy yields a sense of ownership and responsibility
Empowerment of employees results in a feeling of organizational autonomy.
According to Peter Block, empowerment is :
the feeling that your survival is in your own hands
having an underlying purpose, goal, or vision of something
worthwhile
committing to achieving that purpose - now.
This entrepreneurial cycle requires the organization to relinquish some
of its managerial control and delegate this authority to either individual
employees or self-managing teams. Theoretically, the result would be an
organization of employees who feel proprietorship towards the company
and a true sense of allegiance towards the customer. In terms of retention,
it is much more difficult to severe ties with something that you feel ownership
for.
Peter Block goes on to describe empowerment as a feeling that comes
not by dictate from the organization but rather from a "personal commitment
to meaning, contribution, and service". He believes that the origin of this
feeling comes from a vision for the organization that relays a sense of greatness
and future promise. People must want to be empowered, not mandated to
follow this policy.
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Finally, STRESS appears to be a very significant factor leading to
attrition. In the publication entitled: Stress Management for the Hospitality
Manager, by Robert Brymer, ample consideration was given to STRESS as a
primary reason for employee attrition. Stress, according to Brymer, is a healthy
motivator in small, controlled doses, but if excessive, can lead to management
burnout.
Brymer theorized that "stressors" can come from a variety of sources:
-
personal living conditions, operations (work related), and social/environmental
sources. He draws conclusions from his studies considering the differences
between "type A" and "type B" individuals, stating that
"A's"
are more inclined to
feel the negative effects of stress. Although, he does indicate that the food service
industry is inclined to select, nurture, and encourage "type
A" behaviors, and that it
appears that there is little room for "type B's" in most organizations.
Brymer offers suggestions on how an organization might manage stress
as well as how the "type A" employee might adapt to stress in his/her personal
environment. Most significant to this project are those suggestions for
management control of work related stress. They evolve around a few key
points:
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-communication is the key to reducing employee stress
-the need to develop clear job descriptions
-management must encourage and listen to employee suggestions
-proper training is a stress reliever
-schedule effective and fair
-pay fair and equitabe and consider merit pay for good performers
-bridge the gap between very excessive work hour requirements
and the accepted 40 hour standard for other fields
-build team unity through more precise luring policies and team training
-treat the employee as a person first
-reinforce good work with compliments
-promote from within whenever possible
It is apparent that numerous studies have concluded that management
burnout is an issue to be dealt with. None that this writer reviewed was more
vivid than: Management Burnout by Christopher Krone, Mary Tabacchi,
and Bonnie Farber. A detailed study of five different hotel chains demonstrated
some potential concerns. Most enlightening was the low percentage of managers
over the age of 40 (only 11%) and the fact that 80% of those surveyed worked
more than 60 hours per week and changed positions every two years. This
would seem to indicate that the pace, demands, and stress associated with
hospitality and food service is driving people out of the field at a very early age.
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Additionally, the survey demonstrated that managers are not generally
convinced that excessive work hours are something to be proud of and that a
conflict exists between company demands of these managers resulting in the
need to work more.
This conflict evolves around a managers desire to deal with customer
and employee needs vs. the company's requirement for administrative
reports and projections.
The authors of Management Burnout concluded that "once managers
reach middle age, most are unwilling or unable to cope with the burnout-
inducing work conditions generally associated with food service". It is ironic
that these "middle aged" managers are those who are seasoned to make the
best decisions for a company. Unfortunately, they exit the profession in
large numbers leaving a younger, less experienced management force in charge.
There is clinical evidence that high levels of stress can cause physical
illness as severe as death. "Fight or Flight" is the primary choice that
employees face in dealing with stress. To "fight" can lead to job dissatisfaction
or illness. To "flight" leads to poor performance or to attrition.
In Ken Frydman's interesting article: "Om on the Range", a study of a
new breed of restaurateur demonstrates the advantages of tempering the
traditional stressful environments of a kitchen. Acceptance of "the way things
are in a kitchen" perpetuate the envelope of stress that wears on even the
strongest professionals. Visualize the following: 'Temperatures in front of
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a range will cook a man. The routine of a dishwasher will glaze his mind.
The physical hostility of the kitchen is comparable to the brutality of the
worst industrial setting. The hours can be ridiculously long, and worse,
socially isolating. When most workers are heading home to their families
many food service professionals are just starting work".
Ken Frydman found that a new breed of restaurateur is beginning to chip
away at these old standards and is treating culinary professionals as real
people with the ability to self-motivate without undo pressures being placed
on their every move. Some have chosen to use methods such as Transcendental
Meditation or Yoga to calm the nerves, while others like Richard Melman of
"Lettuce Entertain You" simply promote "Kindness and
Respect" for all those
involved in the operation.
Roland Passot, the past sous chef at Le Francais ( a renown French restaurant
in Wheeling, IL.) learned about kitchen demeanor from a strong willed, barking
chef. He emulated this behavior, eventually resulting in the loss of a job due to
the undo amount of stress that he created in a kitchen. Passot has changed his
ways citing an example: "You don't see doctor's screaming in the operating room?
They deal with stress, and we (chefs) can do the
same?" It is unclear how
significant this stressful atmosphere is on employee attrition, yet those who have
experienced it, know that it detracts from the reasons to stay.
Noel Cullen, D. Ed., and Certified Master Chef stated in an article published
in the National Culinary Review, that a new breed of leader must be present in
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the successful kitchen of tomorrow. This leader must not only address those
issues important to his/her own retention and to the success of the business,
but must deal with those issues that create a positive team environment in
which all employees find grace in belonging. These components of culinary
leadership are a far cry from the chef that Roland Passot worked with, in fact,
Passofs teachers would be ill-at-ease in this type of environment. Cullen
states that the modern chef must:
sacrifice personal glory for the good of their team
deal with adversity to overcome mistakes, understanding that
working through hardship builds courage
not allow team members weaknesses to prevail over strengths
and always set realistic goals for members based on individual
abilities
develop open styles, believe in win-win relationships with
team members , and use diplomacy based on respect, trust,
and courtesy
clearly perceive their teams potentials, inspire and motivate
members, aim high, and go after accomplishments that make
a difference, rather than seek the safe path ofmediocrity
possess stamina, high energy levels, tenacity and positive
attitudes
have a sense of humor, shun publicity at the expense of the
team
focus on problems as opportunities, and never confuse
power with leadership
invest in adequate team training, adopt a coaching and
correcting style. Understand that training is essential to
TQM
know that being a manager requires doing things right,
while being a leader requires doing the right things".
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These commandments set the stage for the retention of good employees and the
satisfaction that they seek in doing the job well and the pride that comes from
working for a company that believes in this.
The kitchen leader of tomorrow will need to understand that the
recruitment methods used in the past are no longer appropriate. He/she must
establish a program for retention that begins with the recruitment step.
In the book: Finding, Hiring, and Keeping the Best Employees , by: Robert
Half, the reader is shown that today's recruitment begins with the process of
learning how to attract the right employee into the web of the modern work
environment. He suggests that traditional methods of recruitment: classified ads,
use of employment firms (head-hunters) are taking the back seat to non-traditional
methods such as:
-Ask your current staff for the names of potential candidates
(The employee has everything to gain from suggesting a good
"fit"
and everything to lose by suggesting the wrong "fit".)
-Finding candidates from within
(If an equitable way is implemented in attracting internal applications,
a tremendous motivational tool is provided by the employer. Internal
candidates have a proven track record and are in-turn, less of a risk.)
-On-campus recruiting
(Is experience the most important consideration or can a company




(Tie in with community organizations and professional groups for
experienced "inside information" on viable candidates.)
These methods have been used in the past, but most often as secondary options. It is
much easier and more cost effective to work on retention of the right employees
rather than those that are mismatched.
Robert Half (Half 1995) goes on to discuss seven precise methods of retention
that parallel many of the points discussed thus far in this summary. These
seven points are:
1) Respect all employees
2) Empower responsible and talented employees
3) Teams get more done than individuals
4) Acknowledge outstanding performance
5) Ideas and innovation are important to talented employees
6) Never say "never". Top performers wilt under negative
responses
7) Salary and benefits must be competitive
The thrust generally seems to be that companies must begin to look at their
employees as essential components to the success of the business. The
formula that has been used in business for many years: "Satisfied Customers=
Business Success", has been remiss in not including the employee. In essence,
what Robert Half and others are saying is: "Fulfilled Employees = Satisfied
Customers = Business Success".
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THE BRIDGE
We are reaching a point in time when all that has been accepted, in terms
of the management of organizations and people, will begin to change
dramatically. What has motivated employees before will not necessarily work
tomorrow. The workings of the organization and the needs of ifs employees
are no longer in sync. The Age of Paradox, by: Charles Handy (Handy 1994),
addresses these issues with brilliance. He looks at business as simply a reflection of
what is evolving in society today. Handy gives reference to the nine paradoxes of
modern society and how they are and will change the way that business is
to work.
1) THE PARADOX OF INTELLIGENCE: The value of an employee is
the intelligence that he/she brings to the organization. This intelligence
or talent is what attracted you to the individual in the first place. His/
her value to the company is how this intelligence or talent manifests
in the product or service offered. The paradox is; although you might
refer to this contribution as your own while the employee is under your
hire, he/she truly owns this personal attribute and will take it with
him/her when they leave. This is often the real fear associated with
attrition.
2) THE PARADOX OF WORK: The value of work is derived from
the employees ability to worship it as something very significant.
Unfortunately, in food service we make it difficult for the employee to
worship something that does not provide him/her with the leisure
time to sit back and reflect.
3) THE PARADOX OF PRODUCTIVITY: We are moving quickly to a
do-it-yourself economy. In this economy there is less reward for
productivity. The old formula paid more for greater output. In
today's economy productivity means more work with less people.
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4) THE PARADOX OF TIME: The old formulas of time are no
longer true. Nine to five has been replaced by numerous variables
including part-time, split shifts, 4 day work weeks, flex-time, and in
most cases the loss of the 40 hour work week. While much lip-service
is given to a shorter work week, in reality (especially in food service)
the work week continues to get longer. In many cases, the employee
would give some of the benefits of pay , if they could enjoy more
leisure time.
5) THE PARADOX OF RICHES: Our internal markets are changing.
As the average American extends his/her life, they become less of
a consumer as they move from the working spender to the fixed-
income saver. Our new markets are moving abroad; however, many
of these markets do not have the current income to be valuable
consumers. The paradox is that we will have to support these people
until their economy catches up and they return the favor by becoming
tomorrows consumers.
6) THE PARADOX OF ORGANIZATIONS: The business organization
of tomorrow will not be the same haven for full-time employees. In fact,
modern organizations will lean towards being a business that delegates
tasks outside the organization and shares the costs and benefits of
employment. The modern organization will need to be flexible in all
areas of operation.
7) THE PARADOX OF AGLMG: Nothing remains the same. We must
realize that the next generation will age in different ways. Charles Handy
suggests that tomorrows generation may spend more time in an
educational envelope and less time in the active workforce. Leisure time
will become paramount in consumers' minds as they seek extended
services from a "young in years", but mature workforce.
8) THE PARADOX OF FNDrVIDUAL: Individuals need to also
associate with something of a larger nature: corporation, community,
country, political party, etc. What will the
"we"
of tomorrow be? Can
we assume that loyalty to a business will continue to motivate the
individual?
9) THE PARADOX OF JUSTICE: Society and business will be judged
on its ability to be fair and just in the future. This will become
increasingly important to all those who seek employment in the
food industry during future decades.
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The point being made is that as we consider retention we must not
simply address those factors that affect retention today. We must look to
retention issues that will be important in the future. As society changes
so must our planning for tomorrow's organization.
The balance of the literature review will focus on those current and
future paradoxes that will mold the organization of tomorrow.
The paradox of individual brings home a very significant point:
"Where is the we of tomorrow"? What will tomorrow's food service
employee identify with? Whatever they identify with will dramatically affect
the retention of this employee. The new generation of professionals will
seek out different motivators, different causes, different philosophies that
will in turn influence their individual identities. The question that every
business should ask is: "What will they identify with"?
There appears to be numerous issues of significance that are coming to the
surface. These issues are defined by this reviewer as:
diversity





the greening of the industry
proprietorship
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The National Restaurant Association compiled a study in 1990 that
profiled the American food service employee. This publication: Food service
Employers and the Labor Market, outlined many interesting characteristics
of these typical employees. It appears that the majority were female (60%),
unmarried, under the age of 40, and under-educated in relation to the
national average. Additionally, a large and growing percentage of food service
employees are either black or hispanic. What makes these findings significant.,
is that given these realities, it seems perplexing that there are fewer women, or
people of color holding key positions than white males. Through our lack of
commitment to the education of our workforce, we may be missing an opportunity
to integrate a large, potentially viable labor segment into the successful ranks of
culinary management.
In "Celebrity Chefs Speak Our", an article by Linda Beaulieu, reference
is made to a growing concern for the safety of our fresh food supply. Topics
ranging from the use of pesticides and chemical fertilizers to bio-engineering
our vegetables seems to be taking a front row seat to many other topics of concern
in a chefs' daily routine. Many contemporary chefs are spending increasing
amounts of time and money to secure safe foods. They are identifying organic
farmers, safe fishing beds, and ranches where cattle are not fed growth hormones
to increase the yield of production.
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As this generation of chefs clearly identifies a philosophy pertaining to
"better foods", so to will the rest of the industry change. There are indications
that this could be a real topic that young culinary professionals will continue to
identify with in the future.
Over the past two decades, nutrition has moved from a fad to a way of life
in America. Where it was difficult to find chefs a few decades ago who understood
and embraced nutritious preparations of foods, today, the opposite is true. In
Beverly Stephen's article: "Heartfelt Cuisine", attention is paid to the new
phenomena of combining the expertise of the dietitian with the technical prowess
of the accomplished chef. With more and more nutritional claims being made
by restaurants, controlling bodies such as the American Dietetic Association, the
National Restaurant Association, and even the Food and Drug Administration
are taking a hard look at what restaurants are claiming to do about nutrition.
In many cases today's chefs execute tighter dishes so skillfully that
they are virtually indistinguishable from regular menu items. According to
the National Restaurant Association, the number of items on restaurant menus
that sport nutritional claims has increased by 179% over the past five years. This
significant change is supported by an increasing number of chefs who are taking
courses in nutrition and by chains who are adding dietitians to their payroll.
In all Culinary Schools accredited by the American Culinary Federation's
Educational Institute, nutrition is a mandatory course. Additionally, the
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message seems to be hitting home as these trained professionals are anxious to
add healthy options to their menus once members of the industry.
Off-shoot trends are to adopt nutrition as a restaurant philosophy. Some
new-age restaurateurs are reducing or eliminating red meat from their menus,
emphasizing more fresh vegetables and even vegetarian choices, discarding
dried herbs for fresh ones drawn from their own gardens, and changing the
configurations of their kitchens to make room for steamers, grills, and
woks, in lieu of the deep fryer and griddle. Chefs are beginning to understand .
that the past problems with nutritious food was not the concept but rather
their lack of commitment to combining healthy preparations with restaurant
tastes and presentations. Nutrition has become the call to arms for chefs
with a conscience and quite possibly one of those ideals that chefs seek from
their next employer.
Ethics seem to be essential ingredients in the formula for attracting the
best professionals in the future. There is growing interest in discarding the
"succeed at all costs" attitude prevalent during the 1980's for"success with a
conscience". Social responsibility, truthfulness, character, doing the right thing,
fairness, and dependability seem to be back in vogue. A new breed of periodical is
appealing to a group of business people committed to social responsibility.
Business Ethics, is one such magazine. In their October 1994 issue the editors take a
candid look at companies who have sought to be different from the norm while at
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the same time striving for financial success. These "role
models"
sometimes let us
down as our society seeks out non-conformists who are willing to sacrifice some
profit for what is right. Companies like Ben and Jerry's , and The Body Shop, have
come under scrutiny lately as their growth has (to some degree) drawn them off
their initial course towards social responsibility. The media and the increased
interest that the modern worker has in these issues will bring tomorrows
businesses to a new level of social responsibility and ethical behavior.
While many talk of the movement towards mechanization in
restaurants and the predominance of fast food as the standard for American
Diners, there is a renewed interest in doing things differently. The same
generation that grew up on fast food concepts, is attending the more than
600 Culinary Schools in the United States learning about the pride, history,
and opportunity that exists in food service. These newly trained professionals
are anxious to not only find a future career, but just as importantly find an
avenue for creativity. The marriage of both fast service and creative food
is inevitable in the future. There are just too many professionals out there that
will be unwilling to accept anything but a movement towards quality, variety,
and creativity.
As a society we are fully aware that the planet has been abused and that
we must affect a change now. Change is hard for us, because we have become
comfortable with the way things have been. The new generation is willing
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and able to correct the problems that we have perpetuated. The greening of the
restaurant industry will become a priority of this generation. In Green
Marketing, by Jacquelyn A. Ottman, great emphasis is placed on the theory that
our society is on the verge of a major paradigm shift regarding the environment.
She states "today the most environmentally conscious consumers are
professionals with plenty of money to
spend." Additionally, the new breed of
culinary professionals is beginning to feel a strong bond to those environmental
issues that will affect their future.
Think about the statistics: a recent survey by packaging magazine stated
that 70 % of consumers respond to the recyclability of a product when
making purchasing decisions. Aging baby boomers are beginning to ask
questions about the necessity for certain packaging and environmental deterrents.
A full 96% said that they at least consider environmental issues before they buy.
The author classifies the American population into five categories:
1) TRUE-BLUE GREENS: Twenty percent of the population. They
believe in and live environmental issues. This represents 37 million
Americans.
2) GREENBACK GREENS: This group donates money to environmental
causes. Approximately 9 million Americans.
3) SPROUTS: Actively support more environmental legislation. This
significant third of the population talks the talk but doesn't always
walk the walk.
4) GROUSERS:Confused about environmental issues and believe that
industry needs to do more, not them.
5) BASIC BROWNS: Don't believe they can make a difference.
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Interestingly, those that make up groups 1-3 are below the age of 49
and make up the current and next generation of professionals. Surely, this
issue will be one that future employees consider when selecting a company
and committing their careers to that firm.
Finally, the underlying desire to "own your
own"
always lies deep in
the heart of every professional in the food service industry. One would be
hard put to find a talented cook or chef who does not have the urge to have *
his/her name associated with a successful restaurant and to reap the benefits of
its success. The costs associated with and the inherent risks of ownership
make this dream nearly impossible for the vast majority. When one
combines the realization that ownership is out of their reach and the demands
for 60 plus hours per week working for someone else, it is easy to see why so
many eventually choose to leave food service.
Some companies are beginning to look at ways of correcting this disparity.
Au Bon Pain has recently adopted a prototype organizational structure called:
"enfranchising"
which gives professionals many of the benefits of ownership with
none of the financial headaches that go along with the process. Richard Melman
of "Lettuce Entertain You" also sees the merits derived from proprietorship. His
restaurants are partnerships with managers giving them a share of the profits and
instilling a sense of ownership and dedication.
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The project adopted by this writer will attempt to design a restaurant concept
for the next century based on the issues reviewed and statistics drawn from current
individuals involved in this industry. The concept will focus on those issues
that could be instrumental in attracting the next generation of quality food service
professionals and keeping them as happy, active members of this dynamic
industry.
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Number of surveys mailed: 218
Sampling: -Culinary Professionals who are
members of the American Culinary







-A sampling of 6 surveys were filled
out internal and survey adjustments
were made
-A tickler card was sent establishing that
a survey would follow.
-The survey was sent 1 week later with a
self-addressed stamped envelope
included.
-Light blue with black ink
-11 x 17 inch book fold sent in a 8 1/2 x 11
envelope
-Sent first class mail
-Questions 20,21,and 22 appeared to be
confusing to some. I had to adjust the
way that I measured these responses
because 25% of the respondents filled
them out incorrectly.
EVALUATION: I was generally pleased with the survey results.
Although I had hoped for a return rate of 33%, it is my understanding
that my rate of return is still quite good. Aside from the problems
with questions 20-22, 1 felt that the survey accomplished what it set
out to do. I would rate the statistical analysis "GOOD".




QUESTION #1: Which of the following best describes your current
position:













ANALYSIS: The vast majority of those surveyed had reached professional















!! II 1 I I Your current position




How many years have you worked as a culinarian in












ANALYSIS: The vast majority of those surveyed have spent a substantial number
of years in the food service industry indicating that once a certain level of
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QUESTION #3: What is your culinary education background?
Category Percent of response
CULn^ARY~S~C~HOOL ~55.2%
FORMAL APPRENTICESHIP 22.4%
INFORMAL APPRENTICESHIP 3 1%
ANALYSIS: The vast majority of those surveyed have taken the more formal
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QUESTION #4: Which of the following ranges best describes your
current salary?
Category Percent of response
$10,000-15,000 PER YEAR 0%
$15,000-20,000 PER YEAR 5.2%
$20,000-30,000 PER YEAR 24.1%
$30,000-50,000 PER YEAR 43.1%
OVER $50,000 PER YEAR 24.1%
ANALYSIS: The majority of those surveyed were currently making a reasonable
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QUESTION #5: What are the gross sales of your food operation(s)?











ANALYSIS: The average operation of those surveyed ranged between $500,000 and
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QUESTION #6: How many hours do you work in an average week?





OVER 65 HOURS PER WEEK 24.1%
ANALYSIS: 65.5% of those surveyed worked in excess of the normally accepted>40
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Which benefits does your employer provide?
(check all that apply)
Percent of response
HEALTH CARE (CO-PAY) 53.5%
HEALTH CARE (EMPLOYER PAY) 3 1%
LIFE INSURANCE 60.3%
PENSION PLAN 63.8%
PROFIT SHARING/BONUS PACKAGE 36.2%
ANALYSIS: 84.5% of those surveyed received some form of health care
from their current employers.
The majority of those surveyed received a life insurance plan.
The majority of those surveyed were enrolled in some type of
pension plan.
Less than a majority of those surveyed received some sort of
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Employee benefits
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QUESTION #8: How many weeks of paid vacation do you receive per year?











ANALYSIS: The vast majority of those surveyed received more than 1 week of
paid annual vacation. In all cases, except those who were self-employed,
there-











Weeks of paid vacation












ANALYSIS: The majority of those surveyed were currently married and a










QUESTION #10: How many children do you have?





MORE THAN THREE 5.2%
ANALYSIS: The vast majority of chefs surveyed had children and 58.6% had
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QUESTION #11: Are you:





ANALYSIS: Due to the small size of the sampling, it is hard to draw conclusions,
however, based on surveys returned it appears that there are less successful female
chefs that could be the case at this time in history.






QUESTION #12: How would you rank your satisfaction with a career
choice in culinary arts today?











ANALYSIS: The vast majority of those surveyed were quite satisfied with their
career choice and only a very small percent were dissatisfied.
Question #12
Satisfaction with career choice
a) b) c) d) e)
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QUESTION #13: How would you rate your compensation/benefit
package value in relationship to the responsibilities
of your position and the time spent on the job?






ANALYSIS: The vast majority of those surveyed found their current compensation











I I II I
Rate compensation/benefits
b) c) d) e)
45

















ANALYSIS: The overwhelming majority of those surveyed were very happy with
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QUESTION #15: How would you rate your ability to spend time with
your family?






ANALYSIS: An overwhelming majority of those surveyed were not very pleased
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QUESTION #16: How would you
professionals in
Category
rate career opportunities for culinary












ANALYSIS; The vast majority of those surveyed felt that career opportunities for
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Satisfaction with time at home
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49
QUESTION #18: How would you rate your ability to spend time on other
interests outside of work?






ANALYSIS: The majority of those surveyed were not very satisfied with the time
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How would you rate the type of culinary education













ANALYSIS: The overwhelming majority of those surveyed felt satisfied with their















QUESTION #20: How problematic are the following:
Category Percent of response
LONG WORK HOURS
LACK OF FREEDOM FN MAKFNG
DECISIONS
INFLEXIBLE WORK SCHEDULES
LACK OF PRIDE IN WORK







ANALYSIS: The most significant problem to those surveyed was the amount of
hours required by the position of chef.
There was equitable concern for problems in decision making,
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QUESTION #21: How problematic are the following:













ANALYSIS: Although this was not presented as problematic through the
statistics of question #13, salary seemed to be the biggest concern
of those surveyed.
Close behind were concerns over benefits.
There was significant statistical evidence that career opportunities
were somewhat limited.
Question #21




How significant are the following Environmental




ADEQUATE ACCESS TO PROPER
EQUIPMENT, IN GOOD CONDITION 73.1%
THE PHYSICAL DEMANDS OF THE JOB 64.2%
ADEQUATE STAFFING TO
ACCOMMODATE PRODUCTION 76.2%
LIGHTING AND NOISE LEVELS IN
THE KITCHEN 55.5%
ANALYSIS: Equipment and inadequate staffing were the greatest sources of

























A Study Focusing on Recruitment and Retention Issues for Culinary Professionals
CULFNARY STUDENT SURVEY
BASIC DATA:





A sample survey is enclosed
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Freshmen and Sophomore Culinary
Arts students enrolled in Paul Smith's
College.
Students are drawn primarily from New







Survey questions were drawn from the
parent survey of culinary professionals
and from issues developed within a student
focus group.
The survey was conducted in a student
guest lecture class.
Some students (an apparent small percent)
may not have been fully aware of the
issues addressed in questions 20-26.
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QUESTION #1: How did you first learn of career opportunities in culinary arts?
Category Percent of response





ANALYSIS: The majority of current culinary students surveyed did not find out









0 m How did you learn of career?




How many years of experience do you have working in
any type of food service operation?
Percent of response
NO EXPERIENCE
LESS THAN ONE YEAR
1-2 YEARS
2-3 YEARS






ANALYSIS: The overwhelming majority of those culinary students surveyed had
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QUESTION #3: What position do you expect for yourself five years
after graduation?
Category Percent of responses
IJNE COOK 7.5%
LEAD COOK 8.7%
SOUS CHEF (SMALL OPERATION) 37.7%
SOUS CHEF (LARGE OPERATION) 23.2%
WORKFNG CHEF 20.3%
ANALYSIS: The vast majority of culinary students surveyed expected to move up


















Position expectation after 5 years

















ANALYSIS: The majority of culinary students surveyed had salary expectations
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QUESTION #5: What type of operation do you see yourself in within
five years of graduation?
Category Percent of response
FAST FOOD 0%
FAMILY STYLE DINING 13.9%
CONTRACT FOOD SERVICE 2.9%
FINE DINING FOOD SERVICE 50.7%
HOTEL FOOD OPERATIONS 27.5%
ANALYSIS: The vast majority of culinary students surveyed will seek positions in
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QUESTION #6: How many weekly work hours do you anticipate for
yourself five years after graduation?
Category Percent of response
40-48 HOURS/WEEK 4.5%
48-55 HOURS/WEEK 31.9%
55-60 HOURS /WEEK 27.5%
60-65 HOURS/WEEK 24.6%
MORE THAN 65 HOURS /WEEK 8.7%
ANALYSIS: The vast majority of student surveyed were very realistic about the
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Which of the following benefits would you anticipate
ENTRY LEVEL after graduation?
(check all that are appropriate)
Percent of response
HEALTH CARE-CO-PAY
HEALTH CARE (EMPLOYER PAID)
LIFE INSURANCE
PENSION PLAN






ANALYSIS: 61.9% of those students surveyed expect some type of health care plan
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QUESTION #8: Which of the following benefits would you anticipate
FIVE YEARS AFTER GRADUATION?
(check all that are appropriate)
Category Percent of response
HEALTH CARE (CO-PAY) 6.1%
HEALTH CARE (EMPLOYER PAID) 28.2%
LIFE FNSURANCE 23.9%
PENSION PLAN 22.1%
PROFIT SHARING /BONUS PACKAGE 19.6%









Benefits expected after 5 years
a) b) c) d) e)
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QUESTION #9: How many weeks paid vacation will you seek FIVE
YEARS AFTER GRADUATION?





MORE THAN 4 WEEKS 0%





0-1 1 Weeks paid vacation expected
a) b) c) d) e)
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QUESTION #10: What do you envision as your family status
FIVE YEARS AFTER GRADUATION?







ANALYSIS: A relatively high percentage of students surveyed (45.5%) are in no







Family status in 5 years
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QUESTION #11: Are you:





ANALYSIS: Having conducted this survey after the industry survey it appears that
the low percentage of women in foodservice key positions will change in the future
as 36.4% of the student population is female.







QUESTION #12: How far do you envision going with a formal education?




HIGHER THAN MASTERS 1.5%
ANALYSIS: Although 15 years ago a formal education in culinary arts was not the
norm, this statistic demonstrates that current students may not be satisfied with
even a two-year degree. This might indicate that additional educational training at
the baccalaureate and masters level may soon become a reality.
P.hD
MS/MPS
Student Question #1 2
bs/bps Expected level of education
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13) How would you rate the prestige
associated with being a chef? 82.8%
14) How would you rate the ability to spend
time with your family and friends as a factor
leading to retention in the food industry? 73.9%
15) How important is your ability to spend time
on other interests outside of work? 65.5%
16) How important will your formal culinary
education be to your career success? 87.9%
RANKED AGAINST THE SCALE:
QUESTION RANKING COMMENT
13) 4.12 Important-Very
14) 3.70 Moderate - Important
15) 3.27 Moderate - Important













13) 14) 15) 16)
13) Prestige
14)Time with Family
15)Time on Outside Interests
16) Formal Culinary Education
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QUESTION #17: How problematic will the following quality-of-life
issues be for you in the food service industry.











Category Percent of response
LONG WORK HOURS 15.7%
LACK OF FREEDOM IN MAKING
DECISIONS 20.8%
INFLEXIBLE WORK SCHEDULES 17.6%
LACK OF PRIDE IN WORK 23.8%











a) b) c) d) e)
a) Long Work Hours
b) Lack of Freedom with Decisions
c) Inflexible Schedules
d) Lack of Pride
e) Lack of Training
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QUESTION #18: How problematic will the following quality of life issue
be for you in the food service industry?




(2) Not so problematic
(1) Not an Issue
Category Percent of response
INADEQUATE SALARY 23.1%
INADEQUATE BENEFIT PACKAGE 21.1%
':'
LACK OF PROPRIETORSHIP 16.8%
LACK OF PROFIT SHARING /BONUS 16.1%
LACK OF PROMOTION 23.0%
ANALYSIS: Compensation, benefits, and career ladder seem to be of primary







a) b) c) d) e)
a) Inadequate Salary
b) Inadequate Benefits
c) Lack of Proprietorship
d) Lack of Profit Sharing/Bonus
e) Lack of Promotion
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QUESTION #19: How problematic will the following quality-of-life issue
be for you in the food service industry?




(2) Not so problematic
(1) Not an Issue
Category Percent of response
PROPER KDrCHEN VENTILATION/
TEMPERATURE.
INADEQUATE EQUIPMENT FN GOOD
CONDITION
THE PHYSICAL DEMANDS OF THE JOB
INADEQUATE STAFFING







ANALYSIS: This younger workforce will be less tolerant of poorly maintained,
outdated kitchen equipment. This may be due to the quality facilities that they are
exposed to in culinary schools.














a) b) c) d) e)
a) Proper Ventilation/Temperature
b) Inadequate Equipment
c) The Phusical Demands of Job
d) Inadequate Staffing
e) Lighting and Noise Levels
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STUDENT SURVEY QUESTION #20-26:
How important are the following issues to you as part of your career:




(2) Not so Important
(1) Not an Issue
RESPONSE BASE ON AVERAGES OF A "5" SCALE:
ISSUE AVERAGE COMMENT
20) RECYCLFNG /RE-USE 3.86 Important - Very
21) LIMTr USE OF CHEMICALS 3.68 Important -Very
22) PROMOTING NUTRITION 4.06 Very - Essential
23) EAT LOWER ON FOOD
CHAIN 2.8 Not so- Important
24) ENERGY CONSERVATION 3.74 Important - Very
25) DIVERSITY 3.53 Important - Very













20) 21) 22) 23) 24) 25) 26)
20)Recycling
21)Chemicals in Food Supply
22) Promoting Good Nutrition
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1) In reflecting back on your history in the foodservice industry address
the following topics:
a) Are you happywith the directions that your career choice
took you?
b) Have your expectations been met?
c) What, if anything, should change in the industry to improve
the feeling of accomplishment and satisfaction that you and
others have about a career in food service.
2) Is there a problemwith retaining good employees in food
operations?
a) If so, what do you think those problems are?
b) How shouldwe (the industry) address those problems?
3) Is there a problemwith attracting good employees?
a) If so,what do you think those problems are?
b) How should we(the industry) address those problems?
4) Ifwe do not address the above, what do you think lies ahead
for the food industry inAmerica?
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FOCUS GROUP - RETENTION ISSUES
MAKE-UP OF GROUP:
*6 CHEFS:
1 FROM A HIGH END FINE DINING ESTABLISHMENT
1 FROM A MODERATE FULL SERVICE OPERATION
1 FROM A CORPORATE PROPERTY
1 FROM THE BAKING INDUSTRY
1 FROM CONTRACT FEEDESFG
1 FROM EXECUTIVE DINING
*4 MALE CHEFS, 2 FEMALE
LENGTH OF FOCUS SESSION: 75 MINUTES
MODERATOR: PAUL SORGULE
PURPOSE: To supplement and expand upon surveys sent to industry
professionals and current culinary arts students.
COMMENTS: Designing a focus group session and moderating it is an
acquired skill. Although the information was useful, it was difficult trying to
remain open minded and avoid driving the groups responses.
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SUMMARY:
1 a) Are you happywith the directions that your career choice took you?
In general, the response to this question was "yes", however, it was
felt that the process has two faults:
* It takes a very long time to move up if you choose
smaller operations rather than the corporate route.
* The women felt that there is still some gender
resistance in food operations.
1 b) Have your expectations been met?
In general, the response to this question was "yes", however, it was
felt that the monetary expectations don't match-up to the
responsibilities of the position of chef.
1 c) What, if anything, should change in the industry to improve the
feeling of accomplishment and satisfaction that you and others
have about a career in food service?
* Balance of compensation to responsibility
* Reduction in work hours to 50-55/ week.
* Profit sharing and/or bonus program
* More training provided for employees
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2 a) Is there a problem with retaining good employees in food operations?
If so, what are those problems?
YES there is a problem with retention.
* Different work ethic with the younger generation
* Younger work force have more interests, they are not
willing to dedicate their lives to the job.
* Salaries are not competitive and young people expect
more earlier on in their careers.
* Labor cost issues are requiring less people to do more
work for the same money.
* Food service is not innovative enough for young, talented
cooks. Too much convenience is stressed in too many
operations.
2 b) How should we (the industry) address these problems?
* Chefs should take part in education to demonstrate the
realities of food service. The hours, the type of work, the
type of commitment must all be stressed.
* We should fight as an industry to maintain
"quality"
as
our call to arms.
* As an industry we must change and show a passion for
the marriage of modern technology with established
culinary technique.
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* Our salaries must become more competitive and
realistic.
3) Is there a problem with attracting good employees?
a) If so, what do you think those problems are?
* A lack of information provided at a younger age.
* The majority of young people only have one exposure
to food service: fast food. This does not inspire a career
choice.
* Traditional career directives from high school guidance
counselors do not usually involve food service.
* Many do not look at food service as a career but rather a
vocation.
b) How should we (the industry) address those problems?
* Organizations like the National Restaurant Association
and the American Culinary Federation must become
involved in secondary education.
* Community chefs must get involved in the high
schools.
* The American Culinary Federation should host a
guidance counselors day to educate these career directors
about food service.
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* We should continue to generate press about the "CAREER
EST FOOD SERVICE".
* Local full service and fine dining restaurants should work
with elementary and secondary schools to offer tours,
discounted lunches, demonstrations, etc. to bring home the
positive "FOOD SERVICE CAREER CHOICE".
* More national press for events like the culinary Olympics.
* Career brochures with quotes and profiles of famous chefs.
* More training towards a career in existing restaurants.
4) Ifwe do not address the above, what do you think lies ahead for the
food industry in America?
* We will become a fast food industry nation.
* The American restaurant will not exist. The concept will
be to fill stomachs only.
* Any prestige that we have accumulated over the past
twenty-five years will erode.
* More machines, less people.
* Convenience foods will rule.
* Chefs will be replaced by machinists.
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Although the food service industry has grown significantly over the past thirty
years, the real issues of labor management have not changed substantially. Since
this is a service driven industry and since the type of service offered is traditionally
labor intensive, the tendency to over-use employees appears to remain a standard
operating procedure.
Generally speaking, those who have made an active decision early in their career to
stick-it-out, find the business to be rewarding. The frustrations that these career
people face seem to be driven by four common factors: the hours required for the
job are longer than the standard work week, the compensation never seems
equitable for the effort required, the instability of a younger labor force unwilling to
accept the operating procedures of the past makes it difficult to manage for
consistency, and the inability of career food service employees to spend quality time
with their families creates a high level of stress .
The potential for continued growth in the food service segment seems apparent,
particularly as America begins to adopt the reality of a service economy. Potential
growth can however be thwarted by a lack of entering career culinarians.
Contrary to studies conducted by the National Restaurant Association, the vast
majority of those surveyed had worked in the foodservice industry for more than 12
years. Since I did not ask the current age of the respondent, I have no way of
determining the relationship of this figure. It would however, suggest that there is
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a workforce component that stays with the field for a period of time longer than
earlier suspected.
It appears that more and more companies are addressing the need for strong benefit
packages for their key employees. As demonstrated in the survey, the majority of
chefs are provided some type of health care, insurance, and pension plan coverage.
However, statistics outside of this study show that this is not true for entry level and
mid-growth positions.
Although more and more women are entering the workforce, the data would
indicate that they have not achieved the level of career success in food service that
men have. The results of the survey conducted for this project show only a 17.2%
return from women compared to 82.8% for men. This topic is certainly worthy of a
further study.
More than half of those surveyed felt that the level of prestige associated with the
title chef, is quite satisfactory. This should be a significant factor in the recruitment
and retention of new food career professionals.
Statistically, 72% of those surveyed were quite satisfied with the type of educational
background they received in culinary arts. This demonstrates that formal education
is working in most cases.
Although the generic question about compensation demonstrated that most were
satisfied with their earnings, a more detailed question shows that the majority feel
their salaries, benefits, profit sharing opportunities, and chance for advancement are
not what they should be.
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Finally, the issue of kitchen environment drew strong negatives as chefs felt
hampered by inadequate and poorly maintained equipment, the constant physical
demands of the job, and the lack of sufficient numbers of staff to get the job done.
CONCLUSIONS:
The food service industry needs a large number of stable employees entering the
field with career aspirations. A well trained, mature force of middle and
department level chef/managers will allow this industry to reach its immediate, and
future goals. To accomplish this, it seems apparent that some things must change.
The industry, as a whole, must begin to address the human needs of it's work force
as well as the business needs of the food service operation. Such issues as work
hours, compensation, training, merit based incentives, and work environments
must be adequately addressed if we are to attract this work force.
Realizing the financial restrictions that face food operations, it will become
necessary to design facilities and equipment that make it possible for less people to
do more work with greater ease. Automation does not have to be a feared word, in
fact, it will become a necessity in the food industry. The mundane, repetitious tasks
on the lower level of food production must be replaced by equipment or
convenience if we are to provide adequate compensation, time, and prestige to those
who carry the title of tomorrow's cooks and chefs.
RECOMMENDATIONS:
I find the most effective way to present recommendations regarding this research is
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through the design of a fictitious restaurant for the year 2000. The following
represents a setting that in theory, addresses those issues made apparent through






A young, well trained, ambitious, demanding, ethical, globally aware culinarian is
about to enter the foodservice industry. This worker will be much better trained to
accomplish tasks within food operations but much less tolerant of those problems
that have plagued our industry for decades.
These new professionals will work hard but expect more. Salary, benefits, work
conditions, quality orientation must all become standards if the foodservice industry
is to retain this new crop of chefs.
Possibly due to the publicity that it has received in recent years, health care is a
common concern of these young cooks. They will expect their future employers to
accommodate this concern through either co-pay or full employer paid health
insurance.
Education has become the accepted method for self-improvement. These young
chefs have a thirst for knowledge and will continue to seek advanced degrees and
continuing education benefits from their employers.
CONCLUSION:
Attracting and retaining the next generation of culinary professionals is going to
require some dramatic changes within the food industry. The "OLD
SCHOOL"
will
no longer work in the eyes of youth. Years of apprenticeship will be replaced by
strong culinary college programs, low wages and limited career growth will be
replaced by merit based compensation and growth programs, and a lack of concern
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for the environment and a safe food supply will be firmly replaced by a generation
seeking to take ownership for these issues.
It is time for the food industry to "HARVEST AMERICA". We must begin to take
heed of what this new crop of young cooks holds close to their hearts and learn from
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Harvest America
An American Restaurant for the NextMillennia
INTRODUCTION
HarvestAmerica
In the literature review, Robert Half, author of "Finding, Hiring, and Keeping the
Best Employees" outlined his RETAESJS program as follows:
1) Respect all employees
2) Empower responsible and talented employees
3) Teams get more done than individuals
4) Acknowledge outstanding performance
5) Ideas and innovation are important to talented employees
6) Never say "never". Top performers wilt under negative responses.
7) Salary and benefits must be competitive.
All of the research done in association with this project validates this outline. It
would thus make sense that any approach towards the improvement of retention in
the next generation of American restaurants should include implementation of
these established facts.
Additionally, reference will be made throughout the following recommendations
to Charles Hand/s "The Age of Paradox" as this study pulls together the significant
statistics and literature reviewed into a cohesive plan for the future.
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HarvestAmerica - A Restaurant for the Next Millennia
Operational Mission:
To provide the highest quality, fresh, chemical free American
foods in an environment that focuses on professional preparation
and presentation. To address the service needs of the customer and
the career needs of culinary professionals who choose to be part of
the organization.
Concept:
Harvest America is a concept that evolves around the "harvest" of
America's bounty of quality food, and the "harvesting" of America's
young culinary talent. Harvest America will be a free standing, quick
service restaurant that offers regional and national American food
products that are grown or raised chemical free. The restaurant will
be bright, using as much natural light as possible. The interior and
exterior focus will be the kitchen and the culinary professionals within.
Highlighting this display will be back lit photographs of seasonal foods from
America's bounty. These pictures will change with the seasonality of the
products served.
The physical plant will be designed to take advantage of energy
efficiencies including passive solar radiation and energy saving
equipment.
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The operation will focus on training , customer service, and
showmanship. The organization will evolve around a four-tier
employment program. Three of these tiers will be career building
while the fourth will remain more transient. The details of
this are described in the "organization" section.
The customer service portion will focus on the reality of fast food
as a way-of-life in America with the need to add quality and pride
to the preparation and presentation of these foods. To this end, solid
nutrition and the use of fresh ingredients will benchmark this
restaurant concept as a model to be copied in the future.
Size:
Each restaurant will offer 3,000 square feet of dining area including
display kitchen and counter; 1,000 square feet of preparation
and storage; ample parking and in some cases-quick service
drive-thru windows.
Ownership:
Centralized ownership of 60% of each operation, 40% ownership
through a
"enfranchising" formula of manager/employee return.
Location:
Located in medium to large metropolitan areas in close proximity to





10 a.m. - 10 p.m.
Closed on Christmas, Thanksgiving, New Years Day
[ARVEST AMERICA
estaurant Philosophy
larvest America is a restaurant concept that focuses on those issues that are
nportant to culinary professionals, consumers, environmentalists, and the"new
reed of entrepreneurs. These issues are significant enough to shape American
ociety during the first few decades of the next century.
larvest America believes that the restaurant of tomorrow must be aware and
upportive of those issues that effect all residents of this planet. It is thus important
hat a restaurant be designed to conserve energy, control solid waste, recycle all that
: can, and factor in the total use of raw materials.
larvest America believes that the foundations of good cooking must complement
tie need for all Americans to receive food products quickly, efficiently, and within a
ight budget. To this end, Harvest America will strive to become the quality
dented quick service restaurant of the next century. Quality will include focusing
n raw materials that are free from pesticides, growth hormones, irradiation, and
enetic manipulation. Only naturally fresh products will be accepted as a standard
3r Harvest America.
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Harvest America can only succeed if it is in touch with the customer that it hopes to
serve. To this end, the restaurant will constantly seek ways of identifying and
interpreting the needs and concerns of the consumer. Further menu and
operational changes will be based on these findings.
Harvest America believes in its employees. The greatest asset that a good
restaurant has is it's employees. A commitment to these employees will involve
training, on-going education, certification through apprenticeship, internal growth
opportunities; and in the case of management an opportunity to feel the benefits of
proprietorship without the heavy burden of financial commitment.
Finally, Harvest America is an organization of culinarians committed to the
promotion of culinary arts and those who are truly interested in pursuing a career
in this field. This will include the visible promotion of cooks and chefs in ifs
restaurants and professional training within each
operation.
EMPLOYEE PROFILE:
All employees of Harvest America must have the following qualifications:
A real passion for food
A love of people
A general aptitude for cooking
An understanding of the need for professionalism
A minimum of a high school diploma
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management trainees must have previous experience as a sous chef, or chef. All
lagement trainees must have either a degree in culinary arts, or must have
tpleted an apprenticeship program through Harvest America or the American
inary Federation.






* All non-cooking positions in the operation
* Employer paid orientation
* Mandatory service attitudes class
UNARYAPPRENTICE:
* Scheduled rotation through all operational positions







* Membership in the American Culinary Federation
* 6000 hours of full time work in culinary positions
* Graduation as a Certified Cook through the American
Culinary Federation
* Eligibility for promotion through Harvest America
Restaurants
MANAGEMENT TRAINEE:
* Start as Operational Sous Chef
* Production Manager
* Structured supervisory responsibilities
* Cap on scheduled hours
* Quality parameters
* Shift Budget - Sales Goals
* Salary plus limited Profit Sharing
* Scholarships for higher education
* Move to Executive Chef
* Planning
* Staffing
* Director of Training Programs
* Budget Director
* No cap on scheduled hours






Reasonable work hours for employees
Opportunity for employee growth
Highest quality trained employees possible
Employee pride in the company
Higher than average employee compensation
based on merit
Equal opportunity for all culinarians
Apprenticeship step pay scales based on
completion of program phases
Group health care plan available to employees
after probationary period
Internal growth opportunities
Employer provided training programs and
courses
Uniforms provided
Profit sharing for managers





Harvest America believes that ifs greatest asset is a well trained, self-motivated,
talented employee. To assure a steady flow of qualified employees and managers a
formal apprenticeship program will be implemented.
There are two ways that a potential employee can enter the apprenticeship
program:
UTILITY EMPLOYEE: Reserved for those employees
without any formal culinary training but with a desire
to pursue a career in cooking.
CULINARYAPPRENTICE: A program for those employees
with either a formal culinary degree or substantial experience
in professional kitchens.
The apprenticeship program will be affiliated with the American Culinary
Federation's Educational Institute and will be designed to culminate in certification
of apprentice graduates as a Certified Cook.
The employee selected for either program will sign a contract of employment for a




Employees will receive the following formal training:
NRA certification in sanitation (all)
ACF certification in nutrition (all)
Introduction to Culinary Arts (Utility Employees)
Intermediate Culinary Principles (Culinary Apprentices)
Harvest America Training Program (all)
Procurement (Culinary Apprentices)
Leadership Classes (Sous Chef)
Extension Classes (Sous Chef)
APPRENTICESHIP PROGRAM
(2 plus 2 program)
Four percent of all profits earned in each Harvest restaurant
will be set-aside for apprentices. Two percent of this fund
will be contributed to off-set the cost of apprenticeship classes,
books, and supplies. The additional two-percent will be placed
in a scholarship fund for apprentices. Any apprentice who has
completed the program can apply for a scholarship to attend
a college of their choice that offers programs in either culinary
arts or restaurant management. The management and distribution
































In an effort to bring the customer and the employee closer to the decision making
process, a program of front -line decision making will abound at Harvest America.
To expedite this program and the instill the commitment of the company to this,
weekly meetings will be held to recognize good customer service, review customer
97
comments, solicit employee ideas, and act on any problem areas. Employees will be
encouraged to speak their minds as an atmosphere of cooperation is created.
All employees will be empowered with the responsibility and the authority to satisfy
a customer. Since the employee is much closer to the customer than management
may be, this empowerment program will include the issuance of complimentary
meals, beverages, gift certificates, and in some cases refunds (although the prior
options are preferred).
To relay this program to the customer as a "contracf', Harvest America will
"
promote "Guaranteed Customer Satisfaction. Ask me!". Each employee will wear
this statement and it will appear on every menu board and every advertisement.
Customer comment cards will be distributed periodically with every guest check to
solicit customer perceptions. All comments will be shared with employees and the
cards will be statistically scaled to give each restaurant a quality service rating.
Unit Executive Chef/Managers will be required to form a residential focus group for
their restaurant and to conduct a quality review session every three months. Again,
these comments and suggestions will be shared with all employees and realistic
suggestions will be implemented.
Restaurants will reserve the right to vary from the established company menu if the
local customer base expresses a desire for a change. This will not supersede




Customers - Customer Focus Group





The Harvest Associate is not a career ladder position within the
Harvest America organization. The Associate is a line-service
employee who works the counter and dining room floor. If
individuals choose to move through the career program they may
simply apply for the utility-apprentice rotation.
Realizing that these employees are the first contact with customers,
an incentive -to -perform program must be in place if the "Service




(2 plus 2 program)
Four percent of profits from each operation will be set aside
for associates. Two percent of this fund will accumulate and
be distributed as a bonus every three months. Each associate
will receive a portion of this pro-rated on the time that they
have in as a member of the Harvest team. The other two-
percent will be placed in a scholarship fund. Every Associate
will have an opportunity to apply for college scholarships
from this fund. There will be no restrictions on the type of
program they choose. The only restrictions will be the amount
of money offered (determined by the associates) and the length
of service required prior to application (6 months). The fund
will be managed by the associates in each operation.
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ENFRANCHISING PROFIT SHARING PROGRAM:
In an effort to retain good employees and build feelings of proprietorship among all
employees of Harvest America, the following program of profit sharing will allow
the Harvest employees to "take ownership" for the operation and feel that their
hard work is rewarded.
CORPORATE HARVEST AMERICA:
62% of demonstrated profits plus an operational
charge to cover physical plant, administration,
and advertising.
EXECUTIVE CHEF/MANAGER:
10% of demonstrated profits plus an agreed upon
salary and benefit package.
SOUS CHEFS/STEWARD:
6% each of demonstrated profits plus a set salary
and benefit package.
APPRENTICES/UTILITY:
4% invested in 2 plus 2 program.
ASSOCIATES:
CHARITY:
4% invested in 2 plus 2 program.
2% distributed to a charity agreed upon by all
members of the Harvest America team.
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BENEFITS DERIVED FROM THIS PROFIT SHARING PROGRAM:
1) All employees will be rewarded for extra effort
2) All employees see the rewards derived from being actively
involved in control of costs.
3) All employees are involved in the financial operations of the
restaurant.
4) Employees have more control over their destiny.












America's 9{m) OutCoof^on (Dining
There arefew things in life that are more important thangoodfood. . The team at harvest
America are very concernedwith our customers health aswellas the enjoyment derivedfrom
eating thefood that is createdin our restaurant. To us,foodpreparation is a taborof love. 'We
have taken asubstantialamount of time toproperly train our teammembers in the proper
planning ofmenus, selection offoodsfromAmerica's bounty, preparation to retain quality and
nutrition, and thepleasant service that youwillreceive each time you return to harvestAmerica.
'We atfst because ofyou. Any comments orsuggestions that you might have willbegladly
excepted, discussed, andactedupon. 'Each,month agroup ofcustomers participate in a focus
group
"
meeting -with our chefs to help determine hozo our operation might improve andbetter
serve you. Our teamwants harvestAmerica to be asmuchyour restaurant as it is ours.
Ourmenu changes seasonally so that we can takefull advantage ofpeakjproduct availability
andquality. Ihe items thatyou see on ourmenu are basedon those core items that are
indigenous toAmerica. Allofour ingredients are chemicalfree andwheneverpossible,fresh.
Our restaurant is committed to a safefoodsupply and the operation ofa environmentallyfriendly
faculty.





Roasted fresh corn, vidalia onion, roasted red bell pepper, red
bliss potatoes, served in a light chicken broth and finished with
1% milk, and topped with light sour cream and chives.
PUMPKIN - BUTTERNUT BISQUE
A puree of fall pumpkin, butternut squash, anjou pear, nutmeg,
cinnamon, 1% milk, and finished with a butter biscuit topping.
MACINTOSH APPLE CIDER POTAGE:
A puree of macintosh apples, fresh pressed cider, and apple jack.
This unique fall soup is finished with arrowroot and topped with
apple ring croutons and cinnamon whipped cream.
HARVEST SALADS:
FIELD GREENS:
Organic Field Greens of raddichio, mache, arugula, romaine, bib
lettuce, pear tomatoes, fresh herbs and a choice of our fine house
made vinaigrettes. Served with Hearth Baked Sour Dough Breads.
FRUIT CORNUCOPIA:
Fresh, seasonal apples from the east coast, seckel pears, toasted walnuts,
peeled California celery, Boursin cheese, Hearth Baked Sour Dough toast,
and topped with a light lemon mayonnaise.
GRILLED TUNA NICOISE SALAD:
Red bliss potatoes, fresh haricot vert, lima beans, concasse of tomato, peeled
celery, grilled zucchini slices, anchovy fillets, and a 4 oz. grilled tuna steak.
Served with Hearth Baked Sour Dough garlic toast.
GRILLED PEPPER SALAD:
Red, Yellow, and White Bell Peppers, grilled and peeled; roasted garlic,
grilled red onion, chives, basil, and oregano tossed in a zesty wine
vinaigrette. Served with Hearth Baked Sour Dough garlic toast.
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HARVESTMAIN FARE:
(all entrees served with a lazy susan of Harvest relishes, chutneys, and marinated salads. )
FREE RANGE , OPEN GRILLED MONTERAY CHICKEN:
Breast of Chicken Brushed with lemon/scallion olive oil and grilled
with an melange of seasonal vegetables. Mounted on cous-cous
and served with a light chicken stock.
CHAR GRILLED FLANK STEAK, HARVEST AMERICA:
Choice flank steak seasoned with cracked peppercorns, lite salt, garlic
olive oil, and corn meal. Grilled to your specified degree of doneness
and served with grilled vegetables, red bliss whipped potatoes, and
natural meat drippings.
This entree can also be served on one of Harvest America's Hearth Baked Kaiser Rolls.
VEGETARIAN EGGPLANT LASAGNA:
Layered eggplant, plum tomatoes, grilled zucchini, summer squash,
basil whipped potatoes, served with roasted corn relish and red and green
pepper coulis. Garnished with toasted pignoli nuts.
POACHED SALMON:
American farmed salmon fillet poached and served atop whipped red
bliss potatoes, topped with fried leeks and parsley and accompanied by
chive olive oil and steamed spinach.
HARVEST APPRENTICE SPECIALS:
harvestAmerica isproudofit 's young chefs-in-training. 'Each night our apprentice
teamfeatures three different specials:One usingfresh seafood; one using a qualitymeat,
poultry, orgame item; andone vegetarian choke. 'Watch ourmenu boardsfor daily
specials.
HARVEST DESSERTS:
FRESH FRUIT OF THE SEASON:
Served with natural lemon yogurt and toasted nuts.
APPLE/PEACHCOBBLER:
Macintosh apples, Georgia peaches, brown sugar, fresh butter, baked with
a biscuit topping and served with either vanilla bean ice cream or fresh
whipped cream.
PEACHES FN WFNE:
Freestone Georgia peaches served with their skins in a red California
Zinfandel, lightly seasoned and topped with fresh grated cinnamon.
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Paul E. Sorgule, CCE, AAC
90 Lake Flower Avenue
Saranac Lake, New York 12983
October, 1994
'Dear fellowCulinarian
T am currently worthing on a thesisfor the Executive Leader (Master's Degree (Program at
'Rochester Institute ofTechnology. As a chefandnow a culinary educator, I have decidedto
address a topic that has not beengiven serious consideration to date. There seems to be a (ugh
rate ofattrition among culinaryprofessionals. Additionally, manyfirms arefinding it more-and
more difficult to attract the quality ofcareer cuGnaryprofessional that their business requires.
(My studywillattempt to identify thosefactors (ifany) that are instrumentalin creating high
levels ofattrition, while attempting to identifywhatfactorsmight assist the industry in
attracting andretaining those sameprofessionals.
It ismy intent to use the results ofthis survey andthat ofvariousfocusgroup discussions in the
design ofa restaurant modelfor the next century. Ifconclusive, these resultswillbe sharedwith
industry andpresentedforpublication to various tradejournals andprofessionalorganizations.
your assistance infilling out the attachedsurveywillhelp me in theprocess ofobtaining real
information andgiving validity to the study. Ihave selectedyour name aspart ofa random
sampling so that I can remove any bias that might occur in such astudy. (Please take the time to
expressyour views so that we might lookjat ways ofimproving thegreat image that our industry
has andopen the door to others that couldbecome tomorrow's culinaryprofessionals.
Once you havefilledout the survey, place it in the attached, stampedenvelop andreturn by no
later than (HgvemberS, 1994. AHof the respondents areguaranteed confidentiablty. The results
ofthis surveymay bepublishedbutwillnot include any respondent names or addresses.
'Professionally,
'SaulSorgult, CCE, AAC
A Study Focusing on Recruitment and Retention Issues for
Culinary Professionals
RIT Executive Leader Master's Program
School of Food, Hotel , and TravelManagement
Please answer the following questions: CHECK ONLY ONE!
DEMOGRAPHIC BACKGROUND:





Executive Chef/Pastry Chef []






over 12 years []




4) Which of the following ranges best describes your current
salary?
$10,000-15,000 per year []
$15,000-20,000 per year []
$20,000-30,000 per year []
$30,000-50,000 per year []
Over $50,000 per year []
5) What are the gross sales of your food operation(s):
$200,000-500,000 []
$500,000 - 1,000,000 []
$1,000,0000-2,000,000 []
$2,000,000 -5,000,000 []
over $ 5,000,000 [ ]





over 65 hours []
7) Which benefits does your employer provide? (check all that apply)
health care (co-pay) []
health care (employer paid ) []
life insurance []
pension plan [ ]
profit sharing/bonus package [ ]
8) Howmanyweeks of paid vacation do you receive per year?
1 week [ ]








separated or divorced [ ]










Please rank the following questions using this scale:
(5)Highly Satisfied, (4) Satisfied, (3)Adequate, (2) Dissatisfied,
(1) HighlyDissatisfied.
12) Howwould you rate your satisfactionwith a career choice in
culinary arts today?
5 4 3 2 1
II II II II II
13) Howwould you rate your compensation/benefit package
value in relationship to the responsibilities of your position
and the time spent on the job?
5 4 3 2 1
[] [] [] [] []
14) Howwould you rate the prestige associatedwith a career
in culinary arts?
5 4 3 2 1
[] [] [] [] []
15) Howwould you rate your ability to spend time with your
family?
5 4 3 2 1
[] [] [] [] []
16) Howwould you rate career opportunities for culinary
professionals in the food industry today?
5 4 3 2 1
[] [] [] [] [1
17) How would you rate your satisfactionwith the time spent
on the job?
5 4 3 2 1
[] [] [] [] []
lb) Howwould you rate your ability to spend time on other
interests outside of work?
5 4 3 2 1
[] [] [] [] []
19) Howwould you rate the type of culinary education that you
received either through formal routes or informal apprenticeship?
5 4 3 2 1
[] [] [] [] []
HOW Pl^BTEMAfic ARElHF6LL6wlNG~QuXLr^
FOR YOU FN THE FOODSERVICE FNDUSTRY. Use the following scale:
(5) -most important, (4)- very important, (3) -important,
(2)- fairly important, (1)- not very important.
(USE EACH NUMBER ONLY ONCE PER QUESTION)
20) How problematic are the following:
* Long work hours required
* Lack of freedom to make decisions
* Inflexible work schedules
* Lack of pride in work
* Lack of Career Training / Continuing
Education Benefits
21) How problematic are the following:
* Inadequate Salary
* Inadequate Benefit Package
* Lack of proprietorship
* Lack of Profit Sharing/Bonus
* Little Opportunity for Advancement
22) How significant are the following Environmental Issues to your
retention on the job?
* Proper Kitchen Ventilation/Temperature [
* Adequate access to proper equipment, in
good condition [
* The physical demands of the job:
ie: lifting, standing on your feet [
* Adequate staffing to accommodate
production needs [
* Lighting & Noise Levels in the Kitchen [
Thank you for taking the time to complete this survey and contribute to the
value of this study. If you would like a copy of the results of this survey, please fill
in your name and address on the attached card and mail with your survey answers.
















A Study Focusing on Recruitment and Retention Issues for
Culinary Professionals
RTT Executive Leader Master's Program
School of Food, Hotel, and Travel Management
Please answer the following questions: CHECK ONLY ONE!





Media (newspaper, magazines, books, T.V.
Other (specify):
2) Howmany years of experience do you have working in
any type of food service operation?
No experience [ ]
Less than one year [ ]
1-2 years [ ]
2-3 years [ ]
More than 3 years [ ]
3) What position do you expect for yourself five years after
graduation?
Line cook [ ]
Lead cook [ ]
Sous Chef (small operation) [ ]
Sous Chef (large operation) [ ]
Working Chef [ 1






More than $35,000 [ 1
5) What type of operation do you see yourself inwithin five years
of graduation?
Fast Food [ ]
Family Style Dining [ ]
Contract Food Service [ ]
Fine Dining Food Service [ ]
Hotel Food Operations [ ]
6) Howmanyweeklywork hours do you anticipate for yourself five
years after graduation?
40-48 hours / week [ ]
48-55 hours / week [ ]
55-60 hours/ week [ ]
60-65 hours / week [ ]
More than 65 hours / week [ ]
7) Which of the following benefits would you anticipate ENTRY
LEVEL after graduation? (check all that are appropriate)
Health care (co-pay) [ ]
Health care (employer paid) [ ]
Life Insurance [ ]
Pension Plan [ ]
Profit Sharing/Bonus Package [ ]
8) Which of the following benefits would you anticipate FIVE
YEARS AFTER GRADUATION? (check all that are appropriate)
Health care (co-pay) [ ]
Health care (employer paid) [ ]
Life Insurance [ ]
Pension Plan [ ]
Profit Sharing/Bonus Package [ ]
9) Howmanyweeks paid vacation will you seek FIVE YEARS
after graduation?
1 week [ ]
2 weeks [ ]
3 weeks [ ]
4 weeks [ ]
more than 4 weeks [ ]
10) What do you envision as your family status FIVE YEARS
after graduation?
Single [ ]
Married, no children [ ]
Married with children [ ]
11) Are you :
Male [ ]
Female [ ]
12) How far do you envision going with a formal education?
A.A.S. Degree [ ]
B.S. Degree [ ]
Master's Degree [ ]
Higher than a Master's Degree [ ]
SURVEY PERCEPTIONS






13) Howwould you rate the prestige associatedwith being a chef?
[] 5 [] 4 [] 3 [] 2 [] 1
14) Howwould you rate the ability to spend time with your
family and friends as a factor leading to retention in the food industry?
[] 5 [] 4 [] 3 [] 2 [] 1
15) How important is your ability to spend time on other interests
outside of work?
[] 5 [] 4 [] 3 [] 2 [] 1
16) How important will your formal culinary education be to your
career success?
[] 5 [] 4 [] 3 [] 2 [] 1
HOW PROBLEMATICWILL THE FOLLOWING QUALITY-OF-LIFE ISSUES




(2) Not so problematic
(1) Not an issue
(GIVE A SCALE NUMBER TO EACH OF THE FOLLOWING ISSUES)
17) Long Work Hours
Lack of Freedom to Make Decisions
Inflexible Work Schedules
Lack of Pride in Work















Lack of Profit Sharing/Bonus
Lack of Opportunity for Promotion
19) Proper Kitchen Ventilation/
Temperature [ ]
Inadequate Access to Proper Equipment
in Good Condition [ ]
The Physical Demands of the Job [ ]
Inadequate Staff to Complete Tasks [ ]
Lighting and Noise Levels in the
Kitchen [ ]
GLOBAL ISSUES:
How important are the following issues to you as part of your career:




(2) Not so Important
(1) Not an Issue
20) Recycling/ re-use
21) Limiting use of chemicals in the
food supply
22) Promoting good nutrition
23) Eating lower on the food chain
24) Energy conservation
25) Diversity in the work force
26) Business ethics
Thank you for helping with this study. The results of this survey will become part
of a graduate thesis and will be presented as part-of-the-whole to industry trade
periodicals for possible publication.
Your sincere answers will help to formulate a hypothesis that demonstrates the
probable need for change in our industry.
The results of this survey and a similar one conducted with industry chefs will be
made available for your review. The final thesis will be bound and a copy will be
available in Paul Smith's library after September of 1995.
